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ABSTRACT 
 
Common to most conceptualizations of commitment found in the literature is a link with 
turnover; employees who are strongly committed are those who are least likely to leave the 
organization.  However, there are other factors that lead to the development of commitment 
and employee positive behaviour apart from the issue of remaining with the organization. 
This involved the psychological state as portrait in commitment that is link to the employee‘s 
attitude and it reflect the employee‘s relationship with the organization. Therefore, this study 
aims to prove whether there is a relationship and influence between human resource 
management practices (HRM) and organization culture towards organization commitment. 
Four dimensions of HRM practices namely, training and development; career development; 
salary and benefit; and performance appraisal; along with five dimensions of organization 
culture namely, job autonomy; external orientation; interdepartmental orientation; human 
resource orientation; and improvement orientation; on the influence and relationship towards 
Organization Commitment will be the focus of this study. This study will use the research 
instruments develop by the experts and original researcher already proven in terms of 
reliability and validity on human resource management practices ( Desimone, Werner and 
Harris, (2002); Hirsh et. al., (1995) and Maya, (1991); Kim, Price, Mueller and Watson, 
(1996); Hackman and Oldman, (1980); organizational culture (Van den Berg and Wilderom 
(2004) and Van der Post , De Coning and Smit (1997); and organizational commitment 
(Allen and Meyer, 1990). The data in this research was obtained through random sampling 
from the employees working at Institut Latihan Sultan Ahmad Shah (ILSAS). From a 
population of 240 employees at the institute, a total of 137 participated through the 
questionnaire that was distributed randomly. A total of 92 employees (67%) had duly 
completed and returned the forms. Mean analysis, standard deviation, Pearson correlation and 
linear regression were used to achieve the objectives of the study. Mean analysis shows that 
the level of agreement of the employees on the human resource practices and organizational 
culture is at the moderate level. The result of the Pearson correlation analysis shows that there 
is a significant and very high positive relationship between the human resource management 
practices and organizational culture towards organizational commitment.  Whereas the linear 
regression analysis shows that the performance appraisal factor is the most influential factor 
(β = .675, p = .000) on the organizational commitment in Tenaga Nasional Berhad (TNB). 
TNB needs to relook at the HRM practices and HRM orientation to ensure that commitment 
to the organization can be improve and strengthen.  
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ABSTRAK 
 
Konsep asas Komitmen Organisasi dalam kebanyakan karya merujuk kepada pertaliannya 
dengan kadar lantikhenti pekerja. Pekerja yang amat komited adalah mereka yang 
mempunyai kemungkinan paling rendah untuk meninggalkan organisasi. Namun begitu, 
terdapat banyak faktor yang menjurus kepada pembangunan komitmen dan gelagat positif 
pekerja selain daripada faktor pengekalan pekerja. Ini melibatkan keadaan psikologi yang 
digambarkan dalam komitmen yang berkait dengan sikap pekerja dan ianya mencerminkan 
hubungan pekerja dengan organisasi. Oleh itu, kajian ini bertujuan untuk membuktikan sama 
ada terdapat hubungan dan pengaruh antara amalan pengurusan sumber manusia (PSM) dan 
budaya organisasi terhadap komitmen organisasi. Empat dimensi amalan PSM iaitu latihan 
dan pembangunan; pembangunan kerjaya; gaji dan faedah; dan penilaian prestasi; serta lima 
dimensi budaya organisasi iaitu autonomi pekerjaan; berorientasikan luaran; berorientasikan 
antara jabatan; berorientasikan sumber manusia; dan berorientasikan penambahbaikan; ke 
atas  hubungan dan pengaruh terhadap Komitmen Organisasi. Kajian ini akan mengunakan 
instrumen penyelidikan yang telah dibangunkan melalui kepakaran para penyelidik asal yang 
mempunyai kesahan dan kebolehpercayaan yang tinggi iaitu amalan pengurusan sumber 
manusia ( Desimone, Werner and Harris, (2002); Hirsh et. al., (1995) and Maya, (1991); 
Kim, Price, Mueller and Watson, (1996); Hackman and Oldman, (1980); budaya organisasi 
(Van den Berg and Wilderom (2004) dan Van der Post , De Coning and Smit (1997); dan 
komitmen organisasi (Allen and Meyer, 1990). Data dalam penyelidikan ini diperolehi 
melalui persampelan rawak dari para pekerja yang bertugas di Institut Latihan Sultan Ahmad 
Shah (ILSAS). Dari jumlah 240 keseluruhan populasi di institut itu, sejumlah 137 telah 
dikenalpasti  untuk diedarkan borang soal-selidik dan sejumlah 92 (67%) pekerja telah 
mengembalikan borang soal-selidik dengan lengkap. Ujian analisis min, sisihan piawai, 
korelasi Pearson dan regresi linear digunakan bagi mencapai objektif kajian. Analisis min 
menunjukkan bahawa tahap persetujuan pekerja terhadap amalan pengurusan sumber 
manusia dan budaya organisasi adalah adalah pada tahap sederhana. Hasil analisis korelasi 
Pearson mendapati bahawa terdapat hubungan positif yang amat kuat dan signifikan antara 
faktor amalan pengurusan sumber manusia dan budaya organisasi kepada komitmen 
organisasi. Manakala analisis regresi linear menunjukkan bahawa faktor penilaian prestasi 
merupakan faktor yang paling berpengaruh (β = .675, p = .000) ke atas komitmen organisasi 
dalam Tenaga Nasional Berhad (TNB). TNB perlu melihat semula kepada amalan PSM dan 
orientasi PSM bagi memastikan komitmen kepada organisasi dapat ditingkatkan. 
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 1 
 
CHAPTER 1 
INTRODUCTION 
 
1.1 Introduction 
 
Every organization will have to develop its human resource policy to meets its business and 
operational goals. This policy will form the guiding principle to determine the organization 
human resource strategy from the outset. It will then form the basis for its human resource 
planning, selection, recruiting, compensation, training, development and retention systems 
and practices. This will have an impact on its existing and future employees. A good human 
resource policy and system will be able to deliver the organization manpower requirement 
not only in terms of quantity but most importantly in terms of quality. Before any human 
resource policy can be established and place into practice a strategy will have to be 
formulated. This strategy will require in depth thoughts on the present and future needs of the 
organization. Literatures are in abundance in explaining that human resource strategy must be 
aligned with the organizational business strategy. 
 
Though there are conflicting views on how organization culture is created, there are also 
growing literatures linking the human resource practices to organization culture. Schein 
(1985) maintains that ‗organizational culture are created by leaders, and one of the most 
decisive functions of leadership may well be the creation, the management, and – if and when 
that may well become necessary – the destruction of culture‘. Findings from studies lend 
support to the view that organizational culture can shape organizational behaviour (Brossard 
and Maurice, 1976; Child, 1981; Evan, 1975; Tayeb, 1981; Warner and Sorge, 1981). 
 
From another perspective, employees‘ commitment to their organization is associated with 
positive behaviours such as absenteeism and quits, improved job performance and such 
behaviours would then have positive consequences for organizational performance. Some 
studies have showed that organizational commitment and employee behaviours such as 
absenteeism and employee quits (voluntary turnover) mediate the relationship between HR 
The contents of 
the thesis is for 
internal user 
only 
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